Introduction
Economic development in the modern world is characterized by the defining role of technological progress. Innovative activity at the present stage of development becomes one of the most important system factors of economic growth, an increase of competitiveness of a domestic production, providing economic security of the country. Now, the solution of the problem of achievement of economic growth in Kazakhstan is closely connected with the accelerated development of the innovative sphere. Therefore, more often the state strategic documents set the task of the transition of the economy from export and raw type to the innovative one.
So, the main long-term reference point of development of an innovative economy of Kazakhstan is the State program of industrial and innovative development of the Republic of Kazakhstan for 2015-2019 [19] . The main directions of implementation of that program as well as the Strategy "Kazakhstan-2050" [1] are connected with the creation of the competitive human capital. Of course, the human factor is decisive in the realization of state programs. Without well-educated personnel, it is too difficult to assimilate foreign technologies which are acceptable in the world markets. The high importance of education and science should be noted in formation and development of the human capital of the Republic of Kazakhstan, where the gained knowledge becomes the key factor of innovative development of the country.
According to the State program of education development of the Republic of Kazakhstan for 2011-2020 [18] , the sphere of education, firstly fundamental, should be become the main direction of the state support of the innovative economy. That is why education as a technology of generation and knowledge acquisition as well as problems of development of personnel potential gain the increasing relevance.
The issues of human resource management and human capital are considered in the works by Schultz (1961) , Becker (1967) , Mescon et al. (1994) , Dyatlov (1996) [4, 7, 11, 16] . Modern aspects of human resources in the context of human development are set out in the works of Kazakh economists Muhamedzhanova (2001), Maydyrova (2004) , Meldahanova (2011) , Zakirova (2012) [9, 10, 13, 22] .
The orientation of companies on innovation required the development of such area as human resources of an innovative enterprise. Among the researchers who contributed in that area are primarily foreign scientists, including Vesnin (1998), Armstrong (2004) , Kibanov (2002) , Tripon and Blaga (2011) and others [3, 8, 20, 21] . All the authors drew attention to the link between the development of personnel potential and the overall capacity of the company, considering the structure of innovative human resources. The relationship between strategic human resource practices and innovation performance at the country level are revealed in the works by Dakhli and De Clercq (2004) , Chen et al. (2009) [5, 6] .
At the same time, the changing socio-economic conditions, as well as the experience gained in the course of work, made it necessary to highlight the role of human resources in conditions of innovation economy of the Republic of Kazakhstan.
Materials and methods
The research methodology is based on the dialectical and system analysis, which is based on theoretical (analysis, synthesis) approaches.
The article is based on data of the Agency on Statistics of the Republic of Kazakhstan, the legislative and regulatory framework for education and innovation development, program documents of the Government of the Republic of Kazakhstan.
Issues of human involvement in different sectors of the economy of Kazakhstan
The study of an innovative economy is impossible without considering the labor market.
The subject of the relations in the labor market is a certain person, who disposes his own labor, finds for it application in different spheres of the market economy and develops according to his own interests.
Assessment of the situation in the labor market of Kazakhstan assumes carrying out the analysis of its structure. In modern conditions, the infrastructure of the market has to include not only processes of purchase and sale of work, the formation of employment of the population, but also a measure of social protection of the economically active population. The reasons of it are concealed, first of all, in the existence of certain contradictions between the person and economy and their decision in the conditions of an innovative economy. Table 1 shows that in 2013 the number of economically active population of the Republic of Kazakhstan reached 9 million people, which is 59,4 thousand people (0,7%) more than in 2012. The level of economic activity was 71,7%. At branches of the state economy in 2013, 8,6 million people were occupied. Compared with the previous year, the increase in the number was 63,5 thousand people (0,7%).
The number of the unemployed population in 2013 was 470,7 thousand people. The unemployment rate was 5,2%.
The indicator of the unemployed population will not decrease sharply for some reasons:
• The relevance of professions and labor market are changing their structure. Many specialties are losing their relevance, and in market system the process of retraining of experts happens non-systematized and during a long period of time;
• The education system is torn off from production and business in general, it complicates and raises an information gap where there is no feedback. In this connection, initially training of specialists is carried out at a low level that, in turn, lowers competitiveness of domestic labor resources;
• Globalization assumes open borders for an entrance on the market for both the international corporations and foreign labor.
On the one hand, market relations have their own laws defining the demand for human resources which are contrary to the social policy of the states. On the other hand, the state, as the subject of the market relations, can conduct the policy of employment which is not contradicting with market relations. It is obvious from the data of the employed population of the Republic of Kazakhstan by economic sector (Table 2) . Source: compiled by the authors based on data from the Statistics Agency of the Republic of Kazakhstan [2] In the structure of the employed population, more than a half of the population of the Republic of Kazakhstan works in the services sector. Lack of flexible, effective social and economic policy of the state in branches of economy deforms its development, increasing a gap between the agrarian sector and the industry.
The number of the employed in the industries and constructions since 2009 (1473,1 thousand people) grew by 15,3% and in 2013 exceeded 1,6 million people (1699,1 thousand people). Within the Map of industrialization of the Republic of Kazakhstan in the period of 2010-2013, more than 67 thousand workplaces were created; however, these workplaces were not completely filled by the unemployed.
The main problems of non-providing workplaces with human resources are: 1) low qualification of personnel with technical and engineering skills and specialties on the basis of technical and professional education;
2) lack of knowledge of progressive advanced technologies; 3) deficiency of scientific personnel on technical, engineering specialties and innovative management; 4) insufficient harmonization of professional standards with educational standards.
To solve this problem, Kazakhstan is taking steps to attract foreign labor. The main goal in attracting foreign labor force is the implementation of innovative and technologically complex types of work, the implementation of which is difficult because there are no experts in this profession or qualifications at the local labor market. However, in order to protect the domestic labor market, the Government of the Republic of Kazakhstan annually establishes a quota on attracting foreign experts to the republic. The size of the quota depends on the number of economically active population of the republic [17] . According to the social protection and migration Committee's data [12], the main countries of migrant workers continue to be the following countries: China -5659 people (23.6% of the total number of foreign workers), Turkey -4,405 people (18.4%), India -1815 people (7.5%), the Republic of Serbia -1 500 people (6.2%). More than 80% of the total number of foreign workers are involved in the construction industry and mining.
The complexity of the current legal framework and the duration of the permit procedure for attracting foreign labor lead to the fact that the quota allocated is not fully used. Bypassing the current legislation evolves illegal labor activities of migrants. The main problems of not mastering allocated quota on attracting foreign experts on sectors of the economy may be caused by:
1) weak interregional mobility of labor; 2) difficult procedure of receiving foreigners' working visas and the work permit in Kazakhstan.
In addition to quotas, another mechanism for limiting and regulating the composition of the foreign workforce are requirements for local content in employment. An employer who hires foreign specialists has to ensure the following requirements for local content:
-The number of citizens of the Republic of Kazakhstan should be at least 70% of the payroll number of employees related to the first and second categories (management team); -The number of citizens of the Republic of Kazakhstan should be at least 90% of the payroll number of employees belonging to the third and fourth categories (professionals, skilled workers) [15] . Meanwhile, labor market should be considered not only as the employment regulation mechanism today, but also as the major prerequisite and a component of process of formation of the human capital of the nation through educational process in the conditions of innovative economy.
Features of formation of elements of human resources
The state and private employers, being competitors in the attraction of highquality labor, at the same time are a united interested party in the development of personnel potential.
This means that the education system must be the most important subject of the innovation economy in new conditions, which ensures the generation of knowledge and the formation of an innovative people who are able to use it in practice. The educational sector should provide training to industrial structures that create hightech products and services to take part in the formation of new knowledge allowing the formation of elements of human resources.
In our opinion, it is possible to classify elements of personnel potential under the content of the knowledge reflected by a person. Using this criterion, it is possible to allocate the following components of personnel potential:
-The basic potential which is formed by the knowledge creating a basis of a profession or a field of activity, production. It is part of the qualification of a certain worker and staff of the organization. The basic potential has a value for work in any workplace, for any employer, being rather stable. -The technological potential based on technological knowledge as a form of a capital resource of production. Thus, technological knowledge leans on some basic level. Technological potential includes, in our opinion, methodologies and techniques of production of goods, the software, databases, organizational structure and mechanisms providing productivity of workers and functioning of the company, economic communications and interactions as a part of the production technology, distribution and exchange. Here is a set of the intellectual assets used in the course of good production, beginning from the stage of its development till the final release: scientific and technical ideas and development, general, scientific and professional knowledge, experience and qualification of all people, organizational culture of the enterprise, administrative technologies, etc. A person is not aloof from the work, he is not only professionally qualified, but also is initiative, more independent in decision-making, is guided well in the work of his position and the enterprise in general. Thus, the worker, the employer and the educational environment get the task not only to form a necessary skill level, but also to create a system of its continuous support. In modern conditions, it has to provide performance of two functions: compensations of an insufficient practical orientation or bad education of graduates of the system of professional education, on the one hand, and ensuring adaptation of the worker at the workplace, on the other hand. Thus, it is necessary to understand that the workplace gets out the person not once in life, it can change with the development of the organization of an employer and, therefore, the requirements to qualification can change, too.
The whole system of quantitative and quality indicators, which are external and internal conditions of the environment in which processes of formation and use of personnel potential are carried out, has an impact on the formation, preservation, realization, development and, respectively, quality of personnel potential.
The quantitative indicators include gender and age structure of the personnel, qualification structure of the personnel, coefficients of the movement of the personnel, indicators of efficiency of work, efficiency of working hours, number of the personnel, qualification structure, completeness on positions, specialties, professions, etc.
Qualitative components of personnel potential also have a special value in innovative economy.
Personnel potential is not homogeneous. It is characterized by the existence of a difficult structure as people are very different on the mental, physical and psychological abilities and characteristics. Also, distinctions on the level of the education and professional preparation are important.
A set of target indicators which impact the formation of elements of personnel potential is as follows:
-physical potential -the number of workers, health, vital activity, etc.; -intellectual potential -educational structure, innovation activity, creative activity, etc.;
-labor potential -professional structure, business activity, etc.; -moral potential -corporate culture, ethics, legal activity, etc. According to this structure, personnel potential can be calculated using the formula: PP = a 1 P ph + a 2 P i + а 3 P l + а 4 P m where:
P ph -physical potential of the personnel of the company; P i -intellectual potential of the personnel of the company; P l -labor potential of the personnel of the company; P s -moral potential of the personnel; а i -weight coefficients of each potential determined by an expert method.
The complex of the mentioned above indicators and some other ones can give an idea about the quantitative and qualitative status of the staff of the company and its trends for the purpose of personnel management, including planning, analysis and development of measures to improve efficiency in the use of labor resources.
At the same time, although the presence of professional competencies, knowledge and skills is required, they do not guarantee success. A decisive role is played by the orientation of a person on a permanent self-development appropriate to the dynamics of economic relations. People working in the organization, their attitude to work, skills, creativity and intellectual level will determine the success of the organization. In this regard, it is important to realize that the emphasis in personnel management only on the technical aspect of the development will not give the expected results. Ignoring social factors leads to the fact that domestic sources of growth remain unclaimed.
This shows the need to strengthen the social orientation of enterprises, unlock the potential of the individual, change the criteria for evaluating the effect of production and management activities, more active involvement of the state in regulating the processes of accumulation and management, human capital, including its professional component and health. In this case, we underline filling available jobs by skilled workers as well as the preparation of personnel reserve for projected high-tech jobs. Thus, the primary task of the state at the present stage is to ensure the sustainable development of human resources development, taking into account the social aspects of ensuring consistency control mechanisms to the development of innovative processes in the future.
Conclusions
1. In the sectors of Kazakhstan's economy, the shortage of competence and skills continues to grow. The qualification level of workers increasingly lags behind the requirements of the labor market. At the same time, there is an effect of qualification loop when the lack of necessary skills by personnel leads to restraining the economic growth of the economy.
2. The registered unemployed in Kazakhstan is currently without a job for more than 12 months. At the same time, new jobs annually open, which, however, are not filled by these applicants. This indicates that the level of their skills does not meet the needs of open positions.
3. Outstripping the industrial development of Kazakhstan's economy needs in increasing the availability and quality of human resources makes the demand to the quality of education. The main focus of industrialization of the economy of Kazakhstan is aimed at intensive growth of production, namely, the growth of labor productivity. Therefore, system-wide measures to ensure human resource capacity are focused not on the number of created jobs, but the quality of the training of highly qualified, innovative and scientific personnel.
4. Formation of innovative development of the state demands the corresponding development of social relations and productive forces, in particular -human resources. The efficient economy organization determines the production of competitive products and the use of resource-saving technologies. A necessary condition for this is the high quality of the labor force, the formation of the flexible and quickly react labor market with the trends and challenges of economic development of industries and regions. However, despite the importance of all market mechanisms, the regulatory role of the state as a facilitator of economic development should be maintained and qualitatively improved.
5. Kazakhstan should actively participate in the competition for highly skilled labor force to get the possible benefits and advantages of the international division of labor. In this regard, it is necessary to create effective mechanisms for assessing the need for foreign labor from the perspectives of the development of the national economy and the labor market. Differentiated approaches to regulate short-term and long-term labor migration, including the use of various mechanisms of selection, conditions of entry, stay and implementation of employment should be the introduced.
6. It is necessary to undertake a study of factors of emigration and immigration of qualified personnel to counter the outflow of skilled labor force. A work should also be carried out to encourage migration to the permanent residence of foreign skilled professionals and their families in demand in the labor market.
7. For the development of human resources in the innovation economy, it is necessary to improve the system of training of qualified personnel. Target indicators should lie in the basis of preparation of specialists (physical, intellectual and spiritual potential of labor) affecting the formation of elements of human resources. Therefore, the trend in the modernization of education is the orientation towards consumers who prefer the flexibility of professional thinking, communication skills, ability to work in a team. Also, taking into account the specialization of regions of Kazakhstan, the development of regional innovation clusters identifies universities and colleges aimed at training highly qualified specialists for the priority sectors of the economy.
